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 The development of effective and well prepared leaders is vital to the 
continued success of community colleges and their students.  The community college 
movement boomed in the 1960s and 1970s, and it is now faced with massive numbers 
of retirements across the nation. Throughout its history, the American Association of 
Community Colleges (AACC) has made leadership development a priority and a 
central portion of its mission. 
 Leadership roles are changing in the 21st century in America’s community 
colleges; therefore, we must reflect on our past to assist in directing our future.  
According to Young and Ewing (1978), a vast majority of the current leaders in 
Mississippi grew into leadership positions as the community college movement was 
developing.  A sense of urgency has developed across the country with the release of
 
 
a research brief by AACC entitled The Community College Presidency 2001.  As 
leaders retire from the community college system nationwide, the leadership gap is 
widening.  In 2001, forty-five percent of incumbent community college presidents 
said they planned to retire by 2007; in 2002, seventy-nine percent of incumbent 
community college presidents said they planned to retire by 2012.  The average age 
of community college president is fifty-six (AACC Survey, 2001; Weisman & 
Vaughan, 2002).  Mississippi is no exception since nine of the current Mississippi 
community college presidents could choose retirement at anytime. The ever-changing 
economic environment and the demand for technology require a new and improved 
community college leadership style in Mississippi.   
 Specifically, the overall goal of this study was to compare the AACC 
Competencies of an Effective Community College Leader to the predictive ability of 
the current Rural Mississippi Community College Presidents and each institution’s 
local Board of Trustees.  The results of this research suggest the AACC Competencies 
of an Effective Community College Leader correspond more directly with the 
priorities of the local boards of trustees than the responses of the current presidents. 
 The purpose of the study was to answer: 
Question 1:  What are the critical leadership traits and characteristics required of  
  future executive leadership roles at the Mississippi rural community colleges? 
Question 2:  Is there a difference between the American Association of Community 
Colleges Competencies for Community College Leaders and the local board 
of trustees’ priorities for a future community college president? 
 
 
Question 3:  Is there a difference between the American Association of Community 
College’s Competencies for Community College Leaders and the traits and 
characteristics identified by the current Mississippi community college 
presidents? 
Question 4:  Is there a difference between the traits and characteristics identified by 
the Mississippi community college presidents and the local board of 
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 The development of effective and well prepared leaders is vital to the 
continued success of community colleges and their students.  The community college 
movement boomed in the 1960s and 1970s, and it is now faced with massive numbers 
of retirements across the nation. Throughout its history, the American Association of 
Community Colleges (AACC) has made leadership development a priority and a 
central portion of its mission. 
Leadership roles are changing in the 21st century in America’s community 
colleges; therefore, we must reflect on our past to assist in directing our future.  
According to Young and Ewing (1978), a vast majority of the current leaders in 
Mississippi grew into leadership positions as the community college movement was 
developing.  A sense of urgency has developed across the country with the release of 
a research brief by AACC entitled The Community College Presidency 2001.  As 
leaders retire from the community college system nationwide, the leadership gap is 
widening.  In 2001, forty-five percent of incumbent community college presidents 
said they planned to retire by 2007; in 2002, seventy-nine percent of incumbent 
community college presidents said they planned to retire by 2012.  The average age 
of community college president is fifty-six (AACC Survey, 2001; Weisman & 
Vaughan, 2002).  Mississippi is no exception since nine of the current Mississippi 
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community college presidents could choose retirement at anytime requires a new and 
improved community college leadership style in Mississippi.  Therefore, identifying 
the critical requirements for the future leaders of community colleges in Mississippi is 
vital to their continued success in providing educational opportunities for all. 
In 2003, the AACC received a grant from the W.K. Kellogg Foundation to 
address the need for a national framework for community colleges. The AACC 
established a four-day leadership summit entitled Leading Forward, “with different 
constituent group’s consensus around key knowledge, values, and skills needed for 
community college leaders to determine how to best develop and sustain leaders” 
(www.ccleadership.org).  In July 2004, an AACC commissioned report submitted by 
ACT - A Qualitative Analysis on Community College Leadership from the Leading 
Forward Summits -- provided a broad spectrum of the competencies.  It was later 
published as Competency Framework for Community College Leaders.    The details 
of the report include:   organizational strategy, resource management, 
communication, collaboration, advocacy, and professionalism. The report may be 
found at http://www.ccleadership.org/pdfs/ACT_report.pdf.  In comments on the 
report, Fliegler states that leadership can be learned, and no longer do community 
college leaders have to advance on the traditional career ladder but can come from 
almost any position (Fliegler, 2006).  
The following understandings must occur to fully appreciate and utilize the 
competencies: 
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 Leadership can be learned.  While it can be enhanced immeasurably by 
natural aptitude and experience, supporting leaders with exposure to theory, 
concepts, cases, guided experiences, and other practical information and 
learning methodologies is essential. 
 Many members of the community college community can lead.  The 
competencies will shift in importance depending upon the level of the leader.  
For example, it is more important that a president be able to communicate 
effectively with the board than for a staff assistant to do so.  Both, however, 
can benefit from mastery of the communication competencies. 
 Effective leadership is a combination of effective management and vision.  
Ideally, acquisition of management skills would precede vision.  In reality the 
two skills often develop in tandem and are presented together in this 
competency framework. 
 Learning leadership is a life-long process, the movement of which is 
influenced by personal and career maturity as well as other developmental 
processes. 
 The leadership gap can be addressed through a variety of strategies such as 
colleges’ growing their own programs, AACC council and university 
programs, state system programs, residential institutes, coaching, mentoring, 
on-line and blended approaches.  Important considerations that apply to all 
forms of delivery include sustaining current leaders and developing new ones.  
(Competency Framework for Community College Leaders) 
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Using the Competency Framework for a Community College Leaders as a guideline, 
one may fathom our changing leadership environment and identify the necessary 
leadership traits for rural Mississippi community college presidents.  The competent 
person for the mission of the institution will emerge at the right time.   
 
Statement of the Problem 
The development of effective and well prepared leaders is vital to the 
continued success of community colleges and their students.  The community college 
movement boomed in the 1960s and 1970s, and it is now faced with massive numbers 
of retirements across the nation.  
Mississippi Community and Junior colleges are place-based, and local politics 
determines the type of president for the local institution.  The needs of leadership 
continue to change in the Mississippi Association of Community and Junior Colleges 
(MACJC) system based largely upon local politics, economics and culture. 
The lack of established criteria of leadership traits for a Mississippi rural 
community/junior college president to be successful in the 21st century defines the 
problem to be investigated in this study. 
 
Purpose of the Research 
The purpose of the research is to determine the critical leadership traits and 
characteristics for future Mississippi community college presidents and to develop a 
profile for the attributes or skills necessary for a successful leader.  Furthermore, the 
purpose of this study is to create a profile of the critical leadership traits and 
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characteristics required of Mississippi community college presidents compared to 
board of trustees’ priorities and the American Association of Community College 
Competencies of a Community College Leader.  
 
Research Questions 
In order to create a profile of critical leadership traits and characteristics of 
Mississippi community college presidents, the research was guided by the following 
four research questions: 
1. What are the critical leadership traits and characteristics required of future 
executive leadership roles at the Mississippi rural community colleges? 
2. Is there a significant difference between the American Association of 
Community Colleges Competencies for Community College Leaders and the 
local board of trustees’ priorities for a future community college president? 
3. Is there a significant difference between the American Association of 
Community College’s Competencies for Community College Leaders and the 
traits and characteristics identified by the current Mississippi community 
college presidents? 
4. Is there a significant difference between the traits and characteristics identified 
by the Mississippi community college presidents and the local board of 
trustees’ rated list of priorities? 
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Delimitations of the Study 
The population of the study will consist of (N=15) rural Mississippi 
community and junior college presidents and (N=141) members of the boards of 
trustees from each of the fifteen community/junior colleges during the spring 
semester of 2006. 
 
Limitations of Study 
         Results of this study are limited to the perceptions of the current Mississippi 
community college presidents and local boards of trustees at the time the study was 
conducted.  Out of a population of fifteen community college presidents thirteen 
responded to the survey instrument.  The return rate of the board participants was 62 
percent. 
 
Definitions of Terms 
 Characteristic – Pertaining to, indicating, or constituting a distinctive 
character, quality or disposition. 
 Trait – A distinguishing feature. 
 American Association of Community Colleges (AACC) – The American 
Association of Community Colleges is the primary advocacy organization for 
the nation’s community colleges.  The association represents over 1,100 
associate degree-granting institutions and some 10 million students.  The 
AACC has been a national voice for community colleges since 1920. 
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 State Board for Community and Junior Colleges (SBCJC) – The State Board 
for Community and Junior Colleges is an advocacy board for the fifteen 
community colleges of Mississippi. 
 Mississippi Association of Community and Junior Colleges (MACJC) – The 
Mississippi Association of Community and Junior Colleges is the Presidents’ 
association for the statewide system. 
 Future Leaders Institute (FLI) - a five-day leadership seminar sponsored by 
AACC to prepare aspiring leaders for the transition into upper-level positions 
of the community college. 
 Future Leaders Advanced Institute - a five-day leadership seminar sponsored 
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CHAPTER II 
 
REVIEW OF LITERATURE 
 
 
History of the Mississippi Junior College 
 
The Mississippi public junior college story began in 1922 when two of the 
state’s agricultural high schools, Pearl River and Hinds, extended the curriculums by 
the authority of Senate Bill 251 to include studies for the freshman year of college 
work.  Three years later, two additional schools joined the effort:  Holmes Junior 
College and Mississippi Gulf Coast Junior College (1925-1926).  Mississippi Delta 
Junior College followed in 1926, and in 1927, the number was expanded to seven 
with the addition of East Mississippi Junior College, Jones County Junior College and 
Northwest Junior College.  Copiah-Lincoln Junior College and East Central Junior 
College began offering courses in 1928, and Southwest completed the “original” 
eleven in 1929.   
Director of the Junior College was the official title given to the chief 
executive officer until 1928 when the title of President was confirmed by the 
Mississippi legislature.  The sixteen men credited with organizing and building the 
original eleven multi-county junior college system and the one municipal junior 
college in Meridian (added in 1937) are described as “leaders and organizers and 
forward looking, dynamic individuals” (Young & Ewing, 1978, p. 57). 
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The oldest state system for junior colleges in the nation expanded to sixteen 
by 1955 to include Itawamba Junior College, Northeast Junior College, Coahoma 
Junior College and Utica Junior College.  Utica Junior College later consolidated with 
Hinds Junior College; completing the current system we have today (Young & 
Ewing, 1978).   
  Mississippi Law outlines the specific requirements for a Mississippi rural 
community college president in the Mississippi Code 37-29-61:  “The executive head 
of a junior college shall be the president of the college who shall be selected by the 
board of trustees for a term not to exceed four years.”  The law gave autonomy to the 
local boards to choose the appropriate leader.  Individual boards of trustees of each 
community/junior college choose the leader and leadership style.  Therefore, using 
the appropriate guidelines for selecting a president, local citizens appointed by the 
county Board of Supervisors serve on the Community/Junior College Board of 
Trustees and have the opportunity to select the best person to lead the 
community/junior college into the 21st Century.   
        Mississippi Code further outlined the specific powers of the President:  
He/she shall:  recommend all faculty for employment to the Board of 
Trustees; remove or suspend any faculty member subject to the approval of 
the trustees; be the general manager of all fiscal and administrative affairs 
with full authority to select, direct, employ and discharge any and all 
employees other than faculty; arrange courses of study, fix schedules, and 
establish and enforce rules and discipline for the governing of faculty and 
students; serve as general custodian for the property. 
 
(Mississippi Code 37-29-61, 37-29-407 (MGCCC), 37-29-455 (CL), 37-29-509 (MCC)). 
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Changing Roles of Leadership 
    The Mississippi Community/Junior College system has excelled because of the 
leadership provided by dedicated individuals who in most cases have no previous 
training, experience or expertise (Young & Ewing, 1978).  They grew into the 
position as the college was establishing its institutional mission, its daily role in the 
community, and its political force in the state (Young & Ewing).   
    Many of present leaders have been promoted to the presidency from within the 
college, growing into the position at times with little training or expertise but 
definitely having more experience than our founding presidents.  Traits have been 
inherited or adopted simply by observation.  Twelve of our current Mississippi rural 
community college presidents have advanced from within the system while only three 
transitioned into the CEO position from a K-12 Superintendent’s post. 
 
Table 2.1 Current Community College Presidents and Years of Service 
 
President Year(s) of Service 
President A 1 year 
President B 1 year 
President C 3 years 
President D 4 years 
President E 4 years 
President F 6 years 
President G 6 years 
President H 7 years 
President I 8 years 
President J 11 years 
President K 12 years 
President L 15 years 
President M 18 years 
President N 26 years 
President O 32 years 
(SBCJC, 2005) 
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As a reaction to the research findings, AACC developed a strategic goal in 2000 to 
address leadership development on a national level.  The goal was to develop diverse, 
qualified leaders at all levels of the nation’s community colleges, leaders that 
understand the community college mission, values, and vision and have the ability to 
implement (AACC Strategic Action Area, 2000). According to research published by 
the American Association of Community Colleges, four-fifths of America’s 
community college presidents plan to retire by the year 2012 (Amey & 
VanDerLinden, 2002).  Amey and VanDerLinden further state that successful 
colleges of the future will be the ones that today are cultivating new generations of 
leaders at all administrative levels.  Mississippi has not been proactive as a state 
system in closing the leadership gap.  In the State of Mississippi, any one of fifteen 
presidents could retire as well as the vast majority of the executive staff at each of the 
fifteen community colleges.   
          What is leadership?  According to Webster’s Second College Edition (1991), 
leadership is “the capacity or ability to lead.”  Each community college president 
leads differently with his/her own unique style and flare.  Some have years of 
presidential experience, and some are relatively new.  Several community/junior 
colleges are implementing a leadership development program to nurture future 
executives by identifying individuals with the capacity to lead and providing vital 
experiences and tools for future success, whether at the existing college or elsewhere.  
But most community colleges address the exodus of executives when a vacancy 
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occurs instead of planning and strategizing proactively for the future; therefore, 
valuable time, wisdom and productivity are lost at the institutions. 
       Founding presidents of Mississippi junior colleges made many decisions (both 
large and small) without consulting other employees or committees.  In the early 
years, presidents were known for exercising an authoritative style of leadership by 
demonstrating a heavy hand in the college operations.  Participatory governance and 
opinions of the faculty were ignored.  Successful college leaders realized quickly that 
a mission for the college was shaped daily by its own interactions and circumstances. 
Reading of any material about a junior college and attending the American 
Association of Community and Junior Colleges annual convention become 
mandatory.  Our founding presidents are credited with “promoting the junior college 
mission and speaking to any group that invited them with unbridled missionary zeal” 
(Weisman & Vaughan, 2002, p.7).  Birthing a legitimate higher education institution 
was the motivation behind “selling” the college.  Founding presidents who 
demonstrated effectiveness were careful to include faculty, staff, students, governing 
boards and community members in order to create institutions based on American 
democracy.   However, on the other hand, founding presidents fell short when faculty, 
staff, students, community members and the governing board were not included in the 
development of the college in the first two to three years of operation. During the first 
fifty years of existence, junior colleges suffered in four areas from the lack of 
participatory governance as indicated in Weisman and Vaughan: 
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1. The image of the colleges suffered at the hands of much of the rest of 
higher education.  Four-year college faculty and administrators often 
viewed the junior college as adhering too closely to the public school 
model of governance, with the faculty serving as employees with little 
input into the operation of the college rather than as colleagues and peers 
of the president;  
2. Trustees often took the recommendations of the president as the final 
word, rarely questioning the president’s wisdom, judgment, or fairness.  
Although the president’s voice should be the one trustees hear most often, 
it is not the only one;  
3. Faculty members often were intimidated by the president and deans, 
creating a situation where important voices were ignored. Afraid to speak 
openly on issues affecting the well-being of the college and therefore their 
own well-being, faculty members denied the colleges their unique 
perspective and the knowledge gained from their experiences as faculty 
members; and  
4. Many presidents who followed the founding presidents continued the 
practices of their predecessors.   
(pp. 9-10) 
          According to Young and Ewing, the characteristics of a junior college 
president in Mississippi include: 
 
 







 Dynamic individual 
 Great attention to details 
 Builder     
 All male 
The role of the community college president changed tremendously from 1970 
to the early ‘90s.  Accountability practices of students as consumers increased, faculty 
became more involved in the college planning, and the community started to partner 
with the college.  Moreover, colleges faced severe economic problems defined by 
inflation, declining income, federal student aid reductions and lower enrollments.  
These all posed additional issues that presidents had to address.  The community 
college president of the 1990s was required to wear many hats and be all things to all 
people.  According to Roscoe C. Brown, (1994) a president must be “A public 
relations expert, lawyer, investment banker, marketing expert, city planner, budget 
analyst, scholar, and politician.  His or her character must embody qualities of ‘the 
great dictator’ and ‘the great compromiser while appearing to reject both’ (p. 33).  
Therefore, the community college, as the “college of the people,” has been successful 
through listening to its constituents and responding creatively to the communities’ 
educational needs (Desjardins, 1994).  
    According to Young and Ewing (1978), the following traits are required for a 








 Trust  
 Fairness 
 Personal commitment 
 Hard work 
 Openness 
 Shared decision making 
 Clarity 
 Competence    
 Civility 
 Good times 
 Stability 
 Caring 
Ervin L. Harlacher and James F. Gollattscheck (1994) outline four key areas 
of leadership that future community college presidents must address:  “direction 
setting, shared governance, organizational environment, and revitalization and 
renewal” (p.7).  The suggested traits seem to be never ending in the literature. Tracy 
L. Edwards (2006) states eleven crucial traits for an effective community college 
leader:   
 Really Active Listening,    
 Thinking and Living Large, 
 Suspension of Judgment, 
 Follow-through, 
 Communicate, Communicate, Communicate, 
 To Lead, but Also Follow, 
 Intercultural Competence, 
 Seeking to Serve, 
 Put the Moose on the Table,  
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 They Don’t Care How Much You Know, but They Need to Know How Much 
You Care, and 
 Authenticity:  Walking the Talk.   
(Edwards, 2006, pp. 2-3) 
      The development of effective and well prepared leaders is vital to the 
continued success of community colleges and their students.  The community college 
movement boomed in the 1960s and 1970s, and it is now faced with massive numbers 
of retirements across the nation. Throughout its history, the American Association of 
Community Colleges (AACC) has made leadership development a priority and a 
central portion of its mission. 
      In the Leadership 2020 report, numerous issues are addressed pertaining to the 
recruitment, preparation and support of upper-level community college leaders.  An 
action plan was developed to provide various effective program paths specifically 
focusing on upper-level managers and presidents.  Intended outcomes of the report 
addressing recruitment reveal that member colleges of the AACC will employ a 
diverse group of talented leaders by establishing a web-based registry for career 
opportunities, will encourage middle-level managers to pursue upper-level positions 
by designing a leadership-program database that identifies and promotes university 
programs available in community college leadership, and will hire new faculty 
members by promoting community colleges in the university discipline-based 
departments.  The preparation of presidents section of the report stresses the 
importance of designing professional development programs that identify and 
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reinforce the critical traits and characteristics of effective community college leaders 
as well as creating a list of characteristics required of community college presidents 
and identifying the program content for effective leadership programs.  The report 
concludes by addressing specific outcomes for support of sitting community college 
presidents by providing professional assistance and establishing renewal programs to 
keep abreast of the latest trends and technologies (Shults, 2001). 
     Competencies for Community College Leaders can assist in shaping the vast 
leadership programs around the country in designing curricula to equip doctoral 
students with the actual skills needed for future community college executives.  “The 
competencies could also provide a framework for organizing and disseminating 
information about current practices” (Ottenritter, 2006, p.18). A framework of best 
practices would support a leader in facing and addressing challenges of the industry.   
Many challenges exist for community college leaders but none more so than 
performance evaluations and assessment.  Many boards of trustees may choose to use 
the Competencies for Community College Leaders for the president’s annual 
performance review.  This would prove to be a high stakes factor in continued 
employment or viewed as a low stakes factor if used as a self-assessment tool.  
     Many leadership programs have developed from the AACC initiative such as 
the Future Leaders Institute and the newly introduced Future Leaders Advanced 
Institute.  The FLI was introduced in response to Leadership 2020 to prepare aspiring 
individuals for upper-level management and ultimately the presidency of a 
community college.  In order to attend, one must be identified and nominated by a 
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current community college president.  The response has been overwhelming with 
maximum participation and a growing waiting list.  Because of the wide range of 
preparedness of the participants, AACC determined in 2004 that a Future Leaders 
Advanced Institute was needed to serve individuals who were currently in an 
executive level position and interviewing for a presidency.     
     Additional opportunities await aspiring community college leaders in doctoral 
programs around the country.  The terminal degree is a standard requirement to apply 
for a presidency across the nation.  This has not always been a requirement for the 
presidency in Mississippi, but it has become preferred during the last decade.  
Therefore, statewide, doctoral programs have skyrocketed with accelerated interest in 
advancement within the community college system.  Mississippi State University 
implemented the doctoral program with an emphasis in community college leadership 
based on the acclaimed University of Texas at Austin program, and the enrollment 
has increased two-fold since its conception in 1996. 
 
Rural Community College Initiative 
     The National Institute for Rural Community Colleges also has recognized the 
need for leadership development and policy research to maximize the potential of the 
553 publicly controlled districts operating 957 rural service campuses.  “The graying 
of present rural college leaders, a trend toward declining and shifting public 
resources, an accelerating rural differential, and an overall continuing rural decline” 
dictate the national initiative for leadership development in community colleges 
(2001,  p.2). 
- 19 - 
 
           The Rural Community College Initiative (RCCI) conducted research from a 
period of 1994-2001 and offers the following recommendations to new and recently 
appointed community college presidents and college leaders. 
 Invest in leadership.  Community college leadership development is a good 
investment.  The need for new college and community leaders is larger than at 
any time in the last 40 years as current leaders at all levels approach 
retirement. 
 Value place-based commitment.  The RCCIU validated the importance of 
“place” as a factor not to be ignored in development programs that aim to 
bring more underrepresented people into the higher education pipeline and to 
contribute to regional economics.  “Place” represents not only good 
geography, but also strong cultural values of family and history, civic 
engagement, and dedication to a community. 
 Think big about education.  Make education a priority in community 
development.  Simultaneous investment in P-12 and community colleges in 
the same community will have much higher payoff than investing in only one 
sector. 
 Encourage creativity.  Funders should view flexible seed money as a good 
investment.  Some of the most promising outcomes were never anticipated at 
the time of initial funding. 
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 Work to reform state policy and practices.  Leaders should help policymakers 
find innovative ways to support rural communities, valuing diversity and 
community differences while encouraging alliances with new partners. 
 Take advantage of newly gained expertise.  The RCCI produced a new cadre 
of people with skills and experience in community development who can 
contribute to subsequent initiatives involving community colleges. 
 Maintain relationships.  The Post-RCCI demonstration phase groups that are 
committed to rural development should remain in a relationship with the 
original 24 RCCI colleges. 
 Channel resources effectively.  Find ways to provide new funding, 
networking, and learning opportunities for institutions and individuals who 
may have been ignored in the past but who can help create positive change. 
 Be realistic.  Have realistic expectations of colleges that have few financial, 
physical, and human resources.  
(Community College Press Executive Summary) 
     Leading a Rural Mississippi Community College has become increasingly 
complex in the 21st century and demands a wide range of skills.  Trends driving the 
complexity are growth and the multiple missions in providing a variety of services - 
academic and technical instruction, online instruction in continuing education, and 
training for a skill limited workforce.  Keeping abreast of technology advances in 
order for our students to compete globally is only one of many issues that face 
Mississippi community colleges; moreover, the reduction in state appropriations, the 
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need for private fund raising and the constant pressures to train and retrain our 
workforce to attract economic development to our state are critical.  Additional 
effectiveness characteristics described by Lorenzo and DeMarte (2002) that are 
essential for leaders include:   “(1) the decentralization of leadership authority, (2) an 
emphasis on conflict resolution, and (3) the facilitation of individual and 
organizational learning” (p. 49).  According to the Pathway to the Presidency (1990), 









     A more pluralistic approach to leadership is projected based on current trends.  
Campbell (2002) states:  “Organizations are entering what might be called the ‘post-
heroic age’ of leadership – an age in which it will no longer be possible, or even 
desirable, for one individual at the top to be a single driving force behind an 
enterprise.  A single leader may be essential during an organization’s formative years, 
but as that organization evolves, leadership teams will likely emerge” (p. 49). 
 Furthermore, Fisher and Koch (1996) identify the following traits are listed as 
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2001-2015 
 Understanding college culture 
 Gender Diversity 
 Minded 
 Transformation leadership 
 Financial management 
 Technology awareness 
 A strong commitment to learners 
 Legislative advocacy skills 
 Outgoing and civic 
 Change manager 
 Good communicator 
 Fund-raising skills 
 Shared governance 
 The changing traits and characteristics over decades of growth in the 
Mississippi community colleges have been critical to the evolution of the leadership 
that is in place at each institution. Today’s hiring process or presidential search is 
conducted at the sole discretion of the local boards of trustees.  Selection of the right 
person with whom to entrust the future of the college is an intimidating task and may 
seem somewhat overwhelming for a trustee.  Conducting a presidential search and 
ultimately hiring a new chief executive officer who is responsible for student success, 
faculty morale, financial stability and compliance with accreditation standards and 
requirements may be the most important assignment for any board of trustees.   
According to Nasworthy (2002),   “A successful college president needs a 
combination of many qualities – an understanding of what education is really about, 
some capacity for administration (which includes the ability to deal with people), a 
high degree of physical and emotional stamina, honesty, courage, personal integrity, 
and leadership skills” (p. 36).   Two back-to-back presidential searches at Austin 
Community College (ACC) revealed for local trustees that no single person can be 
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expected to possess all these attributes.  As John W. Nason clearly states in the 
Handbook of College and University Trusteeship (1988) there is no such thing as a 
model college president.  Before deciding whom they want, trustees must decide what 
they want.  The ACC trustees found that an analysis of the institutions’ problems, 
prospects and issues must be conducted.  Through the analysis, a guideline can be 
established for the skills or traits that are most important at the time.  Nasworthy also 
found that contextual factors such as economic climate, academic offerings, and 
public opinion – which are constantly evolving – are central in choosing of the “best” 
person to lead the institution at a given moment.  Campbell (2002) suggests that 
trustees must do an environmental scan before launching a search.   
Campbell adds:   
Throughout the last century the nature of leadership traits has produced three      
characteristics:   
1. an ever-present emphasis on managing the completion of tasks;  
2. a substantial commitment to developing human resources; and  
3. an increasing emphasis on the ability to lead organizational change.   
As we move into the 21st century three additional traits are recognized:  
1. the  decentralization of leadership authority,  
2. an emphasis on conflict resolution, and  
3. the facilitation of individual and organizational learning. 
During the ‘post-heroic age’ of leadership it will no longer be acceptable for 
an individual to be ‘the single driving force behind the enterprise’ (p. 49).   
 
Therefore, for Campbell, the recurrence of the team concept and the decentralization 
of authority, the resolution of conflicts and the creation of an environment of life-long 
learning are essential themes for community college leaders.  
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Transformational Leadership 
In choosing community college leaders, trustees seek certain specific human 
qualities.  According to Fisher and Koch (1996), charisma, and transformational 
leadership are two key attributes for future success. The concept of transformational 
leadership is relatively new in Mississippi.  An in-depth study by Bernard M. Bass 
entitled Bass and Stogdill’s Handbook of Leadership (1990), identifies the competing 
transactional and transformational leadership and cites over 22,000 excerpts from 
research.  But James MacGregor Burns (1995) is credited with providing the original 
distinctions between transactional and transformational leadership styles in his 
Pulitzer Prize winning book Leadership.  He writes: 
I will identify two basic types of leadership: the transactional and the 
transforming.  The relations of most leaders and followers are transactional –  
leaders approach followers with an eye to exchanging one thing for another: 
jobs for votes, or subsidies for campaign contributions.  Such transactions 
comprise the bulk of relationships among leaders and followers, especially 
in groups, legislatures and parties.  Transforming leadership, while more 
complex, is more potent.  The transforming leader recognizes and exploits 
an existing need or demand of a potential follower.  But, beyond that, the 
transforming leader looks for potential motives in followers, seeks to satisfy 
higher needs, and engages the full person of the follower.  The result of 
transforming leadership is a relationship of mutual stimulation and elevation 
that converts followers into leaders and may convert leaders into moral 
agents. (p. 23) 
 
“The transformational leader provides vision, instills pride, inspires confidence and 
trust, and express important goals in simple ways, promotes intelligence, and treats 
everyone individually” (Fisher & Koch, 1996, p. 25). 
- 25 - 
 
Based on the interviews of thirteen community college presidents across the nation 
conducted by Vaughan and Weisman (1998), the following prerequisites are needed 
for a successful community college presidency beyond the millennium: 
 The president of the future must bring all segments of the college community 
into the governing process.  Shared governance will replace autocratic 
presidents, where they still exist, and will replace at least some of the 
bureaucracy associated with community college governance. 
 If shared governance is to be effective, the successful president of the future 
will have to lead the way in reaching consensus on the issues facing the 
community college and on defining and implementing resolutions to issues.  
To build consensus, the president will have to be a successful mediator. 
 The successful president will have to have a good understanding of the role 
technology can and should play in the future of the community college.  
Understanding technology implies that the president understands the cost, use, 
and problems associated with technology. 
 Perhaps even more so than in the past, the successful president of the future 
will have to have a high tolerance of ambiguity. 
 The successful president of the future will understand and appreciate 
multiculturalism with its many manifestations and will use that understanding 
and appreciation of society equally and well. 
 The successful president of the future will play a major role in building 
coalitions with other community agencies and organizations.  These coalitions 
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will be used in program development, obtaining resources, and in other ways 
that help the college fulfill its mission. (pp. 156-157) 
 Success of all community colleges will depend on the ability to change in 
significant ways to remain viable and to recruit, and develop effective leaders. 
  
 






Purpose of the Research 
 
The purpose of the research was to determine the critical leadership traits and 
characteristics for future Mississippi community college presidents and to formulate a 
profile of attributes or skills necessary for a successful leader.  Furthermore, the 
purpose of this study was to create a profile of the critical leadership traits and 
characteristics required of Mississippi community college presidents compared to 
board of trustees’ priorities and the American Association of Community College 
Competencies of a Community College Leader.  
 
Description of the Instrument 
 This chapter provides a summary of the research design, population and 
procedures.  Questionnaires were utilized.   
 The purpose of the research instrument is to:   
1. Determine the perceptions of critical leadership traits and characteristics 
required of future executive leadership roles at the Mississippi rural 
community colleges 
2. Determine if there is a difference between existing AACC 
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3. Competencies for a Community College Leader and the local Board of 
Trustees priorities for a rural community college president. 
4. Determine if there is a difference between current Mississippi 
community/junior college presidents and the AACC Competencies of 
Community College Leaders. 
5. Determine if there is a difference between local board of trustees’ priorities 
for a community college president and the current Mississippi rural 
community/junior   college president’s role. 
 All of Mississippi’s fifteen Community and Junior Colleges have autonomy, 
and each is governed by a local board of trustees.  Therefore, each individual board 
can establish criteria unique to its institution.  However, the AACC has established a 
national standard for effective Community college leaders, and there should be little 
or no difference in the overall criteria. 
 
Validity 
 Validity of the instrument has been established by the professor, 
administration and a third party to determine that the kinds of questions being 
addressed will indeed provide the answers desired.  The correlation coefficient was 
“r” and the test and retest were completed. 
 
Research Design 
The research design examines the profile of critical leadership traits and 
characteristics of Mississippi community and junior college presidents compared to 
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the local Board of Trustees priorities and the AACC National Competencies of a 
Community College Leader.  The researcher used a research design of descriptive 
statistics, simple comparison, regression analysis, and hypothesis testing.  A 
comparison of the mean response on each trait determines if they are the same or 
significantly different using various descriptive and correlated statistics from the 
Statistical Package for the Social Sciences (SPSS) of Mississippi State University. 
 
Population 
The population for the study includes 226 local boards of trustees’ members 
from each of the fifteen community colleges and the fifteen current Mississippi 
Community/Junior College Presidents.  The return rate for the presidents was 87 
percent and the board of trustees’ members responded with a 62 percent return rate. 
The study examines the difference in local Mississippi priorities of board of trustees’ 
members as well as the AACC Competencies for Community College Leaders to 
determine if these traits will be useful in predicting a future Mississippi rural 
community college leader. 
 
Procedures 
The established Competencies of a Community College Leader by the AACC 
Leading Forward Conference in 2002 and the results of a ranked priority list of 
critical traits by the Mississippi rural community and junior college presidents and 
local board of trustees were used to establish the correlation and comparison groups 
for the study. 
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  The population data used in this study was obtained from the AACC and the 
fifteen Mississippi rural community colleges.  A paper copy survey was administered 
to the current Mississippi community college presidents and a like copy was 
administered to all boards of trustees’ members.  Participants returned the surveys to 
the researcher in a return postage envelope provided with the survey.  Information has 
been generalized from the returned surveys. 
The researcher submitted a written request to the AACC to use the Leading 
Forward findings of Competencies of a Community College Leader in this study, and 
she was granted permission. A written request to local community college presidents 
asking for participation in the study and assistance in obtaining board of trustees’ 
information was granted.  Further permission to collect and analyze the data was 
requested in writing to the Mississippi State University Institutional Review Board 
(IRB), and permission was granted.
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CHAPTER IV 
 
RESEARCH RESULTS AND FINDINGS 
 
 
      This chapter illustrates a brief review of the problem for this study, the 
populations surveyed and the results of the completed study.  Results are presented 
for the three research questions and findings in this section are shown in Table 1 
(below) using the typical interpretation of the “r” value to establish the relationship 
correlation (Franzblau, A., 1958). 
 
Table 4.1 Interpretation of the “r” value  
   
“r” Value Interpretation 
0-.20 Very Low Correlation 
.20-.40 Low Correlation 
.40-.60 Moderate Correlation 
.60-.80 Marked Correlation 
.80-1.00 High Correlation 
  
 
Relationship of Research and Purpose 
 
The purpose of the research was to determine the critical leadership traits and 
characteristics of Mississippi community college presidents and to formulate a profile 
of attributes or skills necessary for a successful leader.  Furthermore, the purpose of 
this study was to create a profile of the critical leadership traits and characteristics 
required of Mississippi community college presidents compared to board of 
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trustees’ priorities and the American Association of Community College 
Competencies of a Community College Leader.  
The purpose of the research instrument is to:   
1. Determine the perceptions of critical leadership traits and characteristics 
required of future executive leadership roles at the Mississippi rural 
community colleges 
2. Determine if there is a difference between existing AACC  
3. Competencies for a Community College Leader and the local Board of 
Trustees priorities for a rural community college president. 
4. Determine if there is a difference between current Mississippi 
community/junior college presidents and the AACC Competencies of 
Community College Leaders. 
5. Determine if there is a difference between local board of trustees’ priorities 
for a community college president and the current Mississippi rural 
community/junior   college president’s role. 
A profile of attributes and traits identified by the current Mississippi 
community college presidents and the local boards of trustees has been formulated for 
comparison and as unique identifiers for future executive hires in Research Question 
1. Descriptive statistics were used to determine Research Questions 2, 3 and 4.  
Research Question 3 utilized linear regression analysis for each trait to determine if a 
statistically significant difference between the presidents responses and the local 
boards of trustees’ desire.  A comparison of the mean response then was imposed.  
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The correlation analysis of the AACC report and the Mississippi community college 
presidents and the local boards of trustees were utilized for all participants to answer 
Question 4.  Various descriptive statistics including means, standard deviations and 
ranges were computed for the responses as well. 
The American Association of Community Colleges Competencies for 
Community College Leaders is the outgrowth of the W.K. Kellogg Foundation grant 
awarded to AACC to address the development and availability of well-prepared 
community college leaders. 
 
Research Question 1 
What are the critical leadership traits and characteristics required of future 
executive leadership roles at the Mississippi rural community colleges? 
     A profile of critical leadership traits, perceptions and characteristics for 
Mississippi Community College presidents as outlined below: 
 
Board of Trustees Presidents        
Trust 99% Trust 100% 
Commitment to Student Learning 98% Fairness 100% 
 Strong Morals and Values 97% Inclusiveness 100% 
Understanding College Culture 96% Communication 100% 
Organizer 96% Commitment to Student Learning 100% 
Communication 95%  Strong Morals and Values 100% 
Manager 93% Understanding College Culture 92% 
Legislative Advocacy Skills 92% Civic Minded 92% 
Building Community 89% Organizer 91% 
Transformational Leadership 89% Civility 91% 
Technology Awareness 88% Building Community 91% 
Inclusiveness 88% Transformational Leadership 84% 
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Board of Trustees Presidents        
Civility 87% Change Manager 76% 
Fairness 85% Legislative Advocacy Skills 76% 
Civic Minded 83% Shared Governance 69% 
Shared Governance 82% Manager 69% 
Economic Development 79% Economic Development 69% 
Change Manager 76% Technology Awareness 61% 
Gender Diversity 74% Gender Diversity 53% 
Fundraising Skills 70% Fundraising Skills 30% 
Bi-lingual 26% Bi-lingual 0% 
   
The traits are identified, and through comparison analysis the priorities of the 
local boards of trustees in hiring a new president and the current Mississippi 
community college president’s responses are examined.  The responses of the local 
boards of trustees primarily favor the extremely essential option to the president’s 
very essential response on most traits.  Strong moral values and a Commitment to 
Student Learning were identified as extremely essential traits for a successful leader.   
The local boards of trustees and presidents agreed that Civic-minded, Economic 
Developer and Transformational Leadership are very essential for a successful future 
leader.  However, a leader’s being bi-lingual was identified as moderate to minimal in 
importance for a successful leader in the Mississippi community college and, 
therefore, may be considered the least important trait or characteristic in this study as 
seen in Appendix A.  
 
Research Question 2 
 
      Is there a difference between the American Association of Community 
Colleges Competencies for Community College Leaders and the local board of 
trustees’ priorities for a future community college president? 
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      For the trait of Organizational Strategy, 100 percent of the participants of the 
AACC study thought this strategy is extremely or very important for an effective 
community college leader because it is strategic to improve the quality of the 
institution, protect the long-term health of the organization, promote the success of all 
students, and sustain the community college mission, based on knowledge of the 
organization, its environment, and future trends.  The 141 board members surveyed in 
this study responded that Organizational Strategy is extremely important, capturing 
the majority as seen in Figure 4.1. 













Figure 4.1 Organizational Strategy - Board 
 
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely important to the success of a leader.  The 
140 local board members surveyed in this study responded that Organizational 
Strategy Training and approximately half of the participants responded extremely 
important while the next largest group responded that training is very important as 
seen in Figure 4.2. 
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Organizational Strategy Training - 
Board (Not  
Answered) 
1%












Figure 4.2 Organizational Strategy Training - Board 
 
    
The second trait of the AACC study found that Resource Management 
responses were in 100 percent agreement that this strategy is extremely important or 
very important for an effective community college leader if the leader is expected to  
equitably sustain people, processes, information, as well as physical and financial  
assets to fulfill the mission, vision, and goals of the community college.   The 140 
local board members responded that Resource Management Strategy is extremely 






- 37 - 











Figure 4.3 Resource Management - Board 
 
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely important to the success of a leader.  The 
140 local board members surveyed in this study responded that Resource 
Management Strategy Training was very important while the next largest group 
responded that training is extremely important as seen in Figure 4.4. 
 














Figure 4.4 Resource Management Training - Board 
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For the trait of Communication Strategy the respondents of the AACC study 
were 100 percent in agreement that this strategy is extremely important or very 
important for an effective community college leader who uses clear listening, 
speaking, and writing skills to engage in honest, open dialogue at all levels of the 
college and its surrounding community, to promote the success of all students, and to 
sustain the community college mission.  The 141 local board members surveyed in 
this study responded that the Communication Strategy is extremely important, 















Figure 4.5 Communication - Board 
         
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely important to the success of a leader.  The 
140 local board members surveyed in this study responded that the Communication 
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Figure 4.6 Communication Training - Board 
 
For the trait of Collaboration Strategy, the responses of the AACC study were 
that 100 percent thought that this strategy is extremely important or very important 
for an effective community college leader to develop and maintain responsive, 
cooperative, mutually beneficial internal and external relationships that nurture 
diversity, promote the success of all students, and sustain the community college 
mission.  The 140 board members surveyed in this study responded that the 


















Figure 4.7 Collaboration - Board 
       
Furthermore, the AACC study revealed that 100 percent of the participants 
indicated that formal training is extremely important to the success of a leader.  The 
140 local board members surveyed in this study responded that the Collaboration 
Strategy Training is very important while the next largest group responded that 
training is extremely important as seen in Figure 4.8. 
 















Figure 4.8 Collaboration Training - Board                                        
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For the trait of Community College Advocacy the responses were 100 percent 
that this strategy is extremely critical or very critical that an effective community 
college leader understands, commits to, and advocates for the mission, vision, and 
goals of the community college.  The 141 board members surveyed in this study 
responded that the Community College Advocacy Strategy is extremely critical 
capturing the majority as seen in Figure 4.9.  
 










Figure 4.9 Community College Advocacy - Board 
 
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely important to the success of a leader.  The 
140 local board members surveyed in this study responded that the Community 
College Advocacy Strategy Training should be very important while the next largest 
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Figure 4.10 Community College Advocacy Training - Board       
                           
            For the trait of Professionalism 100% of the AACC responses felt that this 
competency is extremely critical or very critical that an effective community college 
leader sets high standards for self and others, works continuously to improve self and 
surroundings, demonstrates accountability to and for the institution, and works for the 
long-term viability of the college and community.  The 140 board members surveyed 
in this study responded overwhelming that the Professionalism competency is 
extremely critical capturing the majority as seen in Figure 4.11. 
 









Figure 4.11 Professionalism - Board 
 
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely critical to the success of a leader.  The 140 
local board members surveyed in this study responded that the Professionalism 
Strategy Training is very critical while the next largest group responded that training 
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Figure 4.12  Professionalism Training - Board  
 
Research Question 3 
            Is there a difference between the American Association of Community 
College’s Competencies for Community College Leaders and the traits and 
characteristics identified by the current Mississippi community college presidents? 
      For the trait of Organizational Strategy 100 percent of the participants thought 
that this competency is extremely critical or very critical for an effective community 
college leader to strategically improve the quality of the institution, protect the long-
term health of the organization, promote the success of all students, and sustain the 
community college mission, based on knowledge of the organization, its environment, 
and future trends.   The thirteen presidents surveyed in this study responded 
overwhelming that the Organizational Strategy competency is extremely critical, 
capturing the majority as seen in Figure 4.13. 
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Figure 4.13   Organization Strategy - Presidents 
 
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely critical to the success of a leader.  The 
thirteen Mississippi community college presidents surveyed in this study responded 
that Organizational Strategy Training, while extremely critical to some, often fell to 
the very critical category and approximately half of the respondents gave a more 
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Figure 4.14   Organization Strategy Training - Presidents 
        
      For the trait of Resource Management Training Strategy the respondents of 
the AACC study were 100 percent chose extremely critical or very critical that an 
effective community college leader strategically improves the quality of the 
institution, protects the long-term health of the organization, promotes the success of 
all students, and sustains the community college mission, based on knowledge of the 
organization, its environment, and future trends.  The thirteen presidents surveyed in 
this study responded that the Resource Management Strategy is extremely critical as 
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Figure 4.15   Resource Management - Presidents 
           
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely critical to the success of a leader.  The 
thirteen Mississippi community college presidents revealed that while extremely 
critical to some, more responses often fell into the very critical category, and 
approximately half of the respondents gave a more neutral response of moderate as 
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Figure 4.16   Resource Management Training – Presidents 
 
      For the trait of Communication Strategy, the respondents of the AACC study 
were 100 percent agreed that this strategy is extremely critical or very critical and that 
an effective community college leader uses clear listening, speaking, and writing 
skills to engage in honest, open dialogue at all levels of the college and its 
surrounding community to promote the success of all students, and to sustain the 
community college mission.  The thirteen Mississippi community college presidents 
surveyed in this study responded that the Communication Strategy is extremely 















Figure 4.17   Communication - Presidents 
       
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely critical to the success of a leader.  The 
thirteen Mississippi community college presidents surveyed in this study responded to 
Communication Strategy Training with very evenly disbursed results among 
extremely, very and moderate with moderate slightly edging out with the most 
responses as seen in Figure 4.18. 
 








Figure 4.18   Communication Training - Presidents 
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For the trait of Collaboration Strategy the AACC responses showed that 100 
percent thought that this strategy is extremely critical or very critical for an effective 
community college leader to develop and maintain responsive, cooperative, mutually 
beneficial internal and external relationships that nurture diversity, promote the 
success of all students, and sustain the community college mission.  The thirteen 
Mississippi community college presidents surveyed in this study responded that the 











Figure 4.19 Collaboration - Presidents 
 
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely critical to the success of a leader.  The 
thirteen Mississippi community college presidents surveyed in this study responded 
that the Collaboration Strategy Training is moderately critical as seen in Figure 4.20.                                 
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Figure 4.20   Collaboration Training - Presidents 
 
        For the trait of Community College Advocacy the responses were 100 percent 
that this strategy is extremely critical or very critical if an effective community 
college leader understands, commits to, and advocates for the mission, vision, and 
goals of the community college.  The thirteen Mississippi community college 
presidents surveyed in this study responded that the Community College Advocacy 
Strategy is extremely critical for success as seen in Figure 4.21. 
 







Figure 4.21   Community College Advocacy - Presidents 
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Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely critical to the success of a leader.  The 
thirteen Mississippi community college presidents surveyed in this study responded 
that the Community College Advocacy Strategy Training is very critical as seen in 
Figure 4.22. 
 









Figure 4.22   Community College Advocacy Training - Presidents 
                                                                       
For the trait of Professionalism 100 percent of the responses showed that this 
competency is extremely critical or very critical since an effective community college 
leader sets high standards for self and others, works continuously to improve self and 
surroundings, demonstrates accountability to and for the institution, and works for the 
long-term viability of the college and community.  The thirteen Mississippi 
community college presidents surveyed in this study responded overwhelming that 
the Professionalism competency is extremely critical, capturing the majority as seen 
in Figure 4.23. 
 
 







Figure 4.23 Professionalism - Presidents 
          
Furthermore, the AACC study revealed that 100 percent of the participants 
thought that formal training is extremely critical to the success of a leader.  The 
thirteen Mississippi community college presidents surveyed in this study responded 
that the Professionalism Strategy Training is moderately critical with the second 
largest response being extremely as seen in Figure 4.24. 
 










Figure 4.24 Professionalism Training - Presidents 
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Research Question 4 
           Is there a difference between the traits and characteristics identified by the 
Mississippi community college presidents and the local board of trustees’ rated list of 
priorities? 
            The variable “r” indicates the correlation between the responses of the local 
board of trustee members (independent) and the current community college presidents 
(dependent) variables to the same question.  The board responses are the independent 
variables used to determine the predictability of the presidents’ responses, the 
dependent variables. A -1 means that exact opposites exist and +1 translates that 
perfectly correlations exist. 
Question 1a.  How essential is this competency to effective performance as a 
community college leader? 
 
Table 4.2 Impact of Effective Performance on Competency 
 r² 0.738 n 5   
 r 0.859 k 1   
 Std. Error 2.789 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=3) p-value 95% lower 95% upper 
Intercept -0.3553 1.6086 -0.221 .8393 -5.4745 4.7638 
X1 0.1055 0.0363 2.910 .0620 -0.0099 0.2210 
            
 
The results of this analysis revealed a high degree of correlation indicating 
that 86 percent of the responses are the same.  Although 86 percent of the responses 
are the same it indicates that the presidents view of the position and the board of 
trustees’ expectations for the position slightly differ in the level of importance. 
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  Question 1b.  How has formal training or education prepared the leader to  
 
apply this competency? 
 
 Table 4.3 Impact of Formal Training or Education on Competency 
 r² 0.247 n 6   
 r 0.497 k 1   
 Std. Error 2.485 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept 1.1647 1.3390 0.870 .4335 -2.5530 4.8824 
X1 0.0433 0.0377 1.147 .3154 -0.0615 0.1480 
   
            
            The results of this analysis revealed a moderate correlation indicating that 
approximately 50 percent of the responses are the same.  Although 50 percent of the 
responses are the same it indicates that the presidents view of the position and the 
board of trustees’ expectations for the position are evenly split in determining the 
level of importance. 
Question 2a.  How essential is this competency to effective performance as a 
community college leader? 
 
Table 4.4 Impact of Effective Performance on Competency 
 r² 0.995 n 4   
 r 0.997 k 1   
 Std. Error 0.387 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=2) p-value 95% lower 95% upper 
Intercept -0.6000 0.2799 -2.144 .1653 -1.8042 0.6042 
X1 0.1100 0.0058 19.053 .0027 0.0852 0.1348 
            
The results of this analysis revealed an almost perfect correlation indicating 
that 99.7 percent of the responses are the same.  Although 99.7 percent of the 
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responses are the same it indicates that the presidents view of the position and the 
board of trustees’ expectations for the position are in agreement in the level of 
importance. 
Question 2b.  How has formal training or education prepared the leader to 
apply this competency? 
 
Table 4.5 Impact of Formal Training or Education on Competency  
 r² 0.255 n 5   
 r 0.505 k 1   
 Std. Error 2.599 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=3) p-value 95% lower 95% upper 
Intercept 1.3541 1.6913 0.801 .4819 -4.0285 6.7368 
X1 0.0445 0.0439 1.014 .3853 -0.0952 0.1842 
 
           The results of this analysis revealed a moderate correlation indicating that 50 
percent of the responses are the same. Although 50 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are evenly split in determining the level of importance. 
Question 3a.  How essential is this competency to effective performance as a 
community college leader? 
 
Table 4.6 Impact of Effective Performance on Competency 
 r² 0.994 n 5   
 r 0.997 k 1   
 Std. Error 0.383 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=3) p-value 95% lower 95% upper 
Intercept -0.2023 0.2115 -0.956 .4095 -0.8754 0.4708 
X1 0.1001 0.0044 22.578 .0002 0.0860 0.1142 
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         The results of this analysis revealed an almost perfect correlation indicating 
that 99.7 percent of the responses are the same.  Although 99.7 percent of the 
responses are the same it indicates that the presidents view of the position and the 
board of trustees’ expectations for the position are in agreement in the level of 
importance. 
Question 3b.  How has formal training or education prepared the leader to 
apply this competency? 
 
Table 4.7 Impact of Formal Training or Education on Competency 
  r²  0.421  n  5      
  r  0.649  k  1      
  Std. Error  2.117  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 1.1913  1.3442  0.886 .4408 -3.0865  5.4691 
X1 0.0503  0.0341  1.476 .2364 -0.0582  0.1588 
 
         The results of this analysis revealed moderate correlation indicating that 65 
percent of the responses are the same.  Although 65 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 4a.  How essential is this competency to effective performance as a 
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Table 4.8 Impact of Effective Performance on Competency  
  r²  0.950  n  5      
  r  0.975  k  1      
  Std. Error  0.828  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 0.3633  0.4742  0.766 .4993 -1.1457  1.8723 
X1 0.0799  0.0106  7.555 .0048 0.0462  0.1135 
 
          The results of this analysis revealed a very high correlation indicating that 98 
percent of the responses are the same.  Although 98 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 4b.  How has formal training or education prepared the leader to 
apply this competency? 
 
Table 4.9 Impact of Formal Training or Education on Competency   
      r²  0.251  n  6      
  r  0.501  k  1      
  Std. Error  2.323  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept 1.1703  1.2803  0.914 .4124 -2.3842  4.7249 
X1 0.0427  0.0369  1.159 .3111 -0.0596  0.1450 
 
           The results of this analysis revealed a moderate correlation indicating that 50 
percent of the responses are the same.  Although 50 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are evenly split in determining the level of importance. 
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Question 5a.  How essential is this competency to effective performance as a 
community college leader? 
 Table 4.10 Impact of Effective Performance on Competency   
  r² 0.988 n 5   
 r 0.994 k 1   
 Std. Error 0.467 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=3) p-value 95% lower 95% upper 
Intercept -0.0936 0.2696 -0.347 .7514 -0.9516 0.7645 
X1 0.0962 0.0061 15.807 .0006 0.0768 0.1156 
 
       The results of this analysis revealed an almost perfect correlation indicating 
that 99 percent of the responses are the same.  Although 99 percent of the responses 
are the same it indicates that the presidents view of the position and the board of 
trustees’ expectations for the position are in agreement in the level of importance. 
Question 5b.  How has formal training or education prepared the leader to 
apply this competency? 
 
Table 4.11 Impact of Formal Training or Education on Competency    
 r² 0.433 n 5   
 r 0.658 k 1   
 Std. Error 2.428 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=3) p-value 95% lower 95% upper 
Intercept 0.8649 1.5791 0.548 .6220 -4.1605 5.8904 
X1 0.0620 0.0409 1.514 .2274 -0.0683 0.1923 
             
The results of this analysis revealed a moderate correlation indicating that 66 
percent of the responses are the same.  Although 66 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
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expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 6a.  How essential is this competency to effective performance as a 
community college leader? 
 
Table 4.12 Impact of Effective Performance on Competency 
  r²  0.989  n  4      
  r  0.995  k  1      
  Std. Error  0.542  Dep. Var. Y     
Regression output       confidence interval 
variables  Coefficients std. error    t (df=2) p-value 95% lower 95% upper
Intercept 0.1726  0.3535  0.488 .6736 -1.3486  1.6938 
X1 0.0879  0.0065  13.568 .0054 0.0600  0.1158 
 
          The results of this analysis revealed an almost perfect correlation indicating 
that 99.5 percent of the responses are the same.  Although 99.5 percent of the 
responses are the same it indicates that the presidents view of the position and the 
board of trustees’ expectations for the position are in agreement in the level of 
importance. 
Question 6b.  How has formal training or education prepared the leader to 
apply this competency? 
 
Table 4.13 Impact of Formal Training or Education on Competency   
  r²  0.408  n  6      
  r  0.639  k  1      
  Std. Error  1.839  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept 1.0275  1.0173  1.010 .3696 -1.7970  3.8520 
X1 0.0488  0.0294  1.659 .1724 -0.0329  0.1305 
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          The results of this analysis revealed a moderate correlation indicating that 64 
percent of the responses are the same.  Although 64 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 7a.  Delegative:  Current Importance 
 
Table 4.14 Delegative:  Current Importance 
   r²  0.910  n  6      
  r  0.954  k  1      
  Std. Error  0.775  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept -0.0201  0.4667  -0.043 .9677 -1.3158  1.2755 
X1 0.0937  0.0147  6.376 .0031 0.0529  0.1345 
 
          The results of this analysis revealed a very high correlation indicating that 95 
percent of the responses are the same.  Although 95 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 7b.  Delegative:  Future Importance 
 
Table 4.15 Delegative:  Future Importance 
  r²  0.952  n  6      
  r  0.976  k  1      
  Std. Error  0.685  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept -0.2176  0.3877  -0.561 .6045 -1.2942  0.8589 
X1 0.1022  0.0115  8.876 .0009 0.0702  0.1341 
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        The results of this analysis revealed a very high correlation indicating that 95 
percent of the responses are the same.   Although 95 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 8a.  Directive/Autocratic:  Current Importance 
 
Table 4.16 Directive/Autocratic:  Current Importance 
  r²  0.140  n  6      
  r  0.374  k  1      
  Std. Error  2.117  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept 1.4264  1.2615  1.131 .3214 -2.0760  4.9288 
X1 0.0317  0.0394  0.806 .4656 -0.0776  0.1411 
 
          The results of this analysis revealed a weak correlation indicating that 37 
percent of the responses are the same.  Although 37 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are very different in determining the level of importance. 
Question 8b.  Directive/Autocratic:  Future Importance 
 
Table 4.17  Directive/Autocratic:  Future Importance     
  r²  0.026  n  6      
  r  0.161  k  1      
  Std. Error  1.624  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept 1.9462  0.9472  2.055 .1091 -0.6838  4.5761 
X1 0.0094  0.0290  0.326 .7608 -0.0710  0.0899 
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          The results of this analysis revealed a very weak correlation indicating that 16 
percent of the responses are the same. Only 16 percent of the responses are the same 
and this low percentage indicates that the presidents view of the position and the 
board of trustees’ expectations for the position are extremely different in determining 
the level of importance 
Question 9a.  Inclusive/Servant/Consultative:  Current Importance 
 
Table 4.18 Inclusive/Servant/Consultative:  Current Importance      
  r²  0.933  n  6      
  r  0.966  k  1      
  Std. Error  1.165  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept -0.9438  0.6326  -1.492 .2100 -2.7001  0.8124 
X1 0.1333  0.0179  7.456 .0017 0.0837  0.1829 
 
          The results of this analysis revealed a very high correlation indicating that 97 
percent of the responses are the same.  Although 97 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 9b.  Inclusive/Servant/Consultative:  Future Importance 
 
Table 4.19 Inclusive/Servant/Consultative:  Future Importance     
  r²  0.970  n  6      
  r  0.985  k  1      
  Std. Error  0.781  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept -0.6930  0.4064  -1.705 .1633 -1.8213  0.4353 
X1 0.1226  0.0108  11.342 .0003 0.0926  0.1526 
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         The results of this analysis revealed a very high correlation indicating that 99 
percent of the responses are the same.  Although 99 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 10a.  Negotiative:  Current Importance 
 
Table 4.20 Negotiative:  Current Importance 
  r²  0.336  n  6      
  r  0.580  k  1      
  Std. Error  1.569  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept 0.8251  1.1401  0.724 .5093 -2.3404  3.9906 
X1 0.0575  0.0404  1.423 .2280 -0.0547  0.1697 
 
          The results of this analysis revealed a moderate correlation indicating that 58 
percent of the responses are the same.  Although 58 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 10b.  Negotiative:  Future Importance 
 
Table 4.21 Negotiative:  Future Importance 
  r²  0.416  n  6      
  r  0.645  k  1      
  Std. Error  1.258  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept 0.9686  0.8767  1.105 .3312 -1.4656  3.4027 
X1 0.0513  0.0304  1.686 .1670 -0.0332  0.1359 
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    The results of this analysis revealed a moderate correlation indicating that 65 
percent of the responses are the same.  Although 65 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 11a.  Participative/Democratic:  Current Importance 
 
Table 4.22 Participative/Democratic: Current Importance  
 r² 0.718 n 6   
 r 0.847 k 1   
 Std. Error 1.698 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept -0.3782 1.0572 -0.358 .7386 -3.3134 2.5569 
X1 0.1091 0.0342 3.188 .0333 0.0141 0.2040 
 
          The results of this analysis revealed a high correlation indicating that 85 
percent of the responses are the same.  Although 85 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance.  
Question 11b.  Participative/Democratic:  Future Importance 
 
Table 4.23 Participative/Democratic: Future Importance  
 r² 0.835 n 6   
 r 0.914 k 1   
 Std. Error 1.232 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept -0.0511 0.7039 -0.073 .9456 -2.0055 1.9033 
X1 0.0950 0.0211 4.503 .0108 0.0364 0.1537 
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         The results of this analysis revealed a high correlation indicating that 91 
percent of the responses are the same.  Although 91 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12a.  Fundraising Skills 
 
Table 4.24 Fundraising Skills  
 r² 0.115 n 5   
 r 0.340 k 1   
 Std. Error 2.832 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=3) p-value 95% lower 95% upper 
Intercept 1.5547 2.0974 0.741 .5123 -5.1203 8.2297 
X1 0.0373 0.0597 0.625 .5761 -0.1527 0.2274 
 
          The results of this analysis revealed a weak correlation indicating that 34 
percent of the responses are the same.  Although 34 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are very different in determining the level of importance.  
Question 12b.  Change Manager 
 
Table 4.25 Change Manager  
 r² 0.879 n 6   
 r 0.937 k 1   
 Std. Error 1.028 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept -0.1467 0.6011 -0.244 .8192 -1.8155 1.5221 
X1 0.0991 0.0184 5.379 .0058 0.0480 0.1503 
 
 
- 67 - 
 
          The results of this analysis revealed a high correlation indicating that 94 
percent of the responses are the same.  Although 94 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12c.  Legislative Advocacy Skills 
 
Table 4.26 Legislative Advocacy Skills   
  r² 0.326 n 5     
  r 0.571 k 1     
  Std. Error  2.562  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 1.4066  1.5155  0.928 .4218 -3.4165  6.2296 
X1 0.0426  0.0354  1.203 .3152 -0.0701  0.1554 
 
        The results of this analysis revealed a moderate correlation indicating that 57 
percent of the responses are the same.  Although 57 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
  Question 12d.  Trust 
 
Table 4.27 Trust  
  r²  0.978  n  5      
  r  0.989  k  1      
  Std. Error  0.741  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 0.2938  0.3868  0.760 .5028 -0.9371  1.5247 
X1 0.0824  0.0071  11.571 .0014 0.0597  0.1050 
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           The results of this analysis revealed a very high correlation indicating that 99 
percent of the responses are the same.  Although 99 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12e.  Fairness 
 
Table 4.28 Fairness    
  r²  0.859  n  5      
  r  0.927  k  1      
  Std. Error  1.613  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 0.4833  0.8751  0.552 .6193 -2.3018  3.2683 
X1 0.0756  0.0177  4.269 .0236 0.0192  0.1319 
 
        The results of this analysis revealed a high correlation indicating that 93 
percent of the responses are the same.  Although 93 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12f.  Inclusiveness 
 
Table 4.29 Inclusiveness  
  r²  0.480  n  5      
  r  0.692  k  1      
  Std. Error  3.978  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept -0.3507  2.5128  -0.140 .8978 -8.3477  7.6462 
X1 0.1054  0.0634  1.663 .1950 -0.0963  0.3071 
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          The results of this analysis revealed a moderate correlation indicating that 69 
percent of the responses are the same.  Although 69 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 12g.  Communication 
 
Table 4.30 Communication 
  r²  0.955  n  4      
  r  0.977  k  1      
  Std. Error  1.107  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=2) p-value 95% lower 95% upper
Intercept 0.2541  0.7186  0.354 .7575 -2.8378  3.3459 
X1 0.0856  0.0131  6.535 .0226 0.0292  0.1420 
 
         The results of this analysis revealed a very high correlation indicating that 98 
percent of the responses are the same.  Although 98 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12h.  Gender Diversity 
 
Table 4.31 Gender Diversity 
  r²  0.370  n  5      
  r  0.608  k  1      
  Std. Error  2.476  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 0.7890  1.7575  0.449 .6839 -4.8041  6.3821 
X1 0.0647  0.0487  1.327 .2764 -0.0904  0.2198 
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           The results of this analysis revealed a moderate correlation indicating that 61 
percent of the responses are the same.  Although 61 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 12i.  Civility 
 
Table 4.32 Civility 
  r²  0.931  n  4      
  r  0.965  k  1      
  Std. Error  1.065  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=2) p-value 95% lower 95% upper
Intercept -0.3419  0.8742  -0.391 .7334 -4.1032  3.4194 
X1 0.1026  0.0198  5.182 .0353 0.0174  0.1878 
 
          The results of this analysis revealed a very high correlation indicating that 97 
percent of the responses are the same.  Although 97 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
  Question 12j.  Shared Governance 
 
Table 4.33 Shared Governance 
  r²  0.755  n  5      
  r  0.869  k  1      
  Std. Error  1.491  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 0.4062  0.9830  0.413 .7072 -2.7221  3.5346 
X1 0.0783  0.0258  3.038 .0560 -0.0037  0.1604 
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          The results of this analysis revealed a high correlation indicating that 87 
percent of the responses are the same.  Although 87 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12k.  Organizer 
 
Table 4.34 Organizer 
  r²  0.291  n  4      
  r  0.539  k  1      
  Std. Error  3.707  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=2) p-value 95% lower 95% upper
Intercept 1.7094  2.5158  0.679 .5669 -9.1153  12.5342 
X1 0.0440  0.0486  0.906 .4607 -0.1651  0.2532 
 
           The results of this analysis revealed a moderate correlation indicating that 54 
percent of the responses are the same.  Although 54 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 12l.  Manager 
 
Table 4.35 Manager 
    r²  0.497  n  5      
  r  0.705  k  1      
  Std. Error  1.596  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 1.6157  0.9143  1.767 .1754 -1.2941  4.5255 
X1 0.0352  0.0204  1.723 .1835 -0.0298  0.1001 
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         The results of this analysis revealed a moderately high correlation indicating 
that 71 percent of the responses are the same.  Although 71 percent of the responses 
are the same it indicates that the presidents view of the position and the board of 
trustees’ expectations for the position show differences in determining the level of 
importance of this leadership trait. 
Question 12m.  Civic Minded 
 
Table 4.36 Civic Minded 
  r²  0.740  n  6      
  r  0.860  k  1      
  Std. Error  2.020  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept -0.3948  1.1207  -0.352 .7424 -3.5063  2.7167 
X1 0.1098  0.0325  3.376 .0279 0.0195  0.2001 
 
          The results of this analysis revealed a high correlation indicating that 86 
percent of the responses are the same.  Although 86 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12n.  Bilingual 
 
Table 4.37 Bilingual 
  r²  0.026  n  6      
  r  0.163  k  1      
  Std. Error  5.332  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=4) p-value 95% lower 95% upper
Intercept 1.1459  3.7846  0.303 .7772 -9.3619  11.6537 
X1 0.0437  0.1327  0.330 .7582 -0.3246  0.4121 
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          The results of this analysis revealed a very weak correlation indicating that 16 
percent of the responses are the same.  Only 16 percent of the responses are the same 
and this low percentage indicates that the presidents view of the position and the 
board of trustees’ expectations for the position are extremely different in determining 
the level of importance 
Question 12o.  Economic Development 
 
Table 4.38 Economic Development 
 r² 0.956 n 4   
 r 0.978 k 1   
 Std. Error 1.093 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=2) p-value 95% lower 95% upper 
Intercept 0.3364 0.7016 0.480 .6789 -2.6823 3.3552 
X1 0.0832 0.0126 6.621 .0221 0.0291 0.1373 
 
          The results of this analysis revealed a high correlation indicating that 98 
percent of the responses are the same.  Although 98 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12p.  Strong Morals and Values 
 
Table 4.39 Strong Morals and Values     
  r²  0.891  N  5      
  r  0.944  K  1      
  Std. Error  1.193  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 0.4169  0.6921  0.602 .5894 -1.7855  2.6194 
X1 0.0780  0.0157  4.953 .0158 0.0279  0.1281 
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           The results of this analysis revealed a high correlation indicating that 94 
percent of the responses are the same.  Although 94 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12q.  Understanding College Culture 
 
Table 4.40 Understanding College Culture 
 r² 0.343 n 6   
 r 0.585 k 1   
 Std. Error 2.460 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept 0.9431 1.3141 0.718 .5127 -2.7056 4.5917 
X1 0.0524 0.0363 1.444 .2222 -0.0484 0.1533 
 
            The results of this analysis revealed a moderate correlation indicating that 59 
percent of the responses are the same.  Although 59 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
  Question 12r.  Technology Awareness 
 
Table 4.41 Technology Awareness  
 r² 0.971 n 4   
 r 0.985 k 1   
 Std. Error 0.888 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=2) p-value 95% lower 95% upper 
Intercept 0.3054 0.5710 0.535 .6463 -2.1514 2.7621 
X1 0.0841 0.0103 8.208 .0145 0.0400 0.1282 
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           The results of this analysis revealed a high correlation indicating that 99 
percent of the responses are the same.  Although 99 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12s.  Commitment to Student Learning 
 
Table 4.42 Commitment to Student Learning  
 r² 0.914 n 5   
 r 0.956 k 1   
 Std. Error 1.087 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=3) p-value 95% lower 95% upper 
Intercept -0.0226 0.6727 -0.034 .9754 -2.1634 2.1183 
X1 0.0937 0.0166 5.643 .0110 0.0408 0.1465 
 
            The results of this analysis revealed a high correlation indicating that 97 
percent of the responses are the same.  Although 97 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12t.  Building Community 
 
Table 4.43 Building Community  
 r² 0.888 n 6   
 r 0.942 k 1   
 Std. Error 1.070 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept 0.1168 0.5688 0.205 .8473 -1.4625 1.6961 
X1 0.0879 0.0156 5.627 .0049 0.0445 0.1312 
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           The results of this analysis revealed a high correlation indicating that 94 
percent of the responses are the same.  Although 94 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 12u.  Transformational Leadership 
 
Table 4.44 Transformational Leadership  
 r² 0.978 n 4   
 r 0.989 k 1   
 Std. Error 0.650 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=2) p-value 95% lower 95% upper 
Intercept -1.9733 0.6397 -3.085 .0910 -4.7257 0.7792 
X1 0.1492 0.0157 9.478 .0110 0.0815 0.2170 
 
           The results of this analysis revealed a very high correlation indicating that 99 
percent of the responses are the same.  Although 99 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are in agreement in the level of importance. 
Question 14.  What is the local population size of the community your 
institution serves? 
 
Table 4.45 Local Population Size  
 r² 0.013 n 6   
 r 0.116 k 1   
 Std. Error 3.325 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept 1.8960 1.7875 1.061 .3486 -3.0668 6.8588 
X1 0.0116 0.0498 0.233 .8273 -0.1268 0.1500 
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           The results of this analysis revealed a very weak correlation indicating that 12 
percent of the responses are the same.  Only 16 percent of the responses are the same 
and this low percentage indicates that the presidents view of the position and the 
board of trustees’ expectations for the position are extremely different in determining 
the level of importance 
Question 15.  Which position of the following best describes the community 
college position you held immediately prior to your first presidency? 
 
Table 4.46 Community College Position     
 r² 0.151 n 6   
 r 0.388 k 1   
 Std. Error 2.559 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept 0.1094 2.6569 0.041 .9691 -7.2673 7.4860 
X1 0.0882 0.1047 0.842 .4471 -0.2025 0.3789 
 
            The results of this analysis revealed a weak correlation indicating that 39 
percent of the responses are the same.  Although 39 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position are very different in determining the level of importance. 
Question 15a.  Which of these positions do you believe would have best 
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Table 4.47 Position Best Prepared for Presidency     
 r² 0.613 n 6   
 r -0.783 k 1   
 Std. Error 1.551 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=4) p-value 95% lower 95% upper 
Intercept 5.3272 1.4068 3.787 .0193 1.4211 9.2332 
X1 -0.1355 0.0538 -2.516 .0657 -0.2849 0.0140 
 
            The results of this analysis indicate fundamentally no correlation of the 
responses. 
This question dealt with importance of previous experience for best 
preparation of a current president.  The responses were extremely varied with no 
correlation between the groups. 
Question 15b.  Which of these positions do you believe would best prepare 
FUTURE community college presidents? 
 
Table 4.48 Positions Best Prepare Future Presidents 
  r²  0.298  n  5      
  r  -0.546  k  1      
  Std. Error  4.195  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 6.5713  3.9879  1.648 .1980 -6.1201  19.2626 
X1 -0.1418  0.1257  -1.128 .3412 -0.5418  0.2581 
 
            The results of this analysis indicate a moderately inversely correlation of the 
responses.  This question dealt with importance of future experience for best 
preparation of a future president.  The responses were extremely varied with no 
correlation between the groups. 
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Question 16.  Highest degree earned: 
 
Table 4.49 Highest Degree Earned 
   r²  0.298  n  5      
  r  -0.546  k  1      
  Std. Error  4.195  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 6.5713  3.9879  1.648 .1980 -6.1201  19.2626 
X1 -0.1418  0.1257  -1.128 .3412 -0.5418  0.2581 
 
           The results of this analysis indicate a moderately inversely correlation of the 
responses.  This question dealt with importance of degree for best preparation of a 
president.  The responses were extremely varied with no correlation between the 
groups. 
Question 17.  Highest degree earned in: 
 
Table 4.50 Highest Degree Earned In 
  r²  0.537  n  5      
  r  -0.733  k  1      
  Std. Error  4.144  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=3) p-value 95% lower 95% upper
Intercept 8.2851  3.5679  2.322 .1029 -3.0694  19.6396 
X1 -0.2030  0.1089  -1.865 .1591 -0.5496  0.1435 
     
          The results of this analysis indicate fundamentally no correlation of the 
responses.  This question dealt with importance of degree for best preparation of a 
president.  The responses were extremely varied with no correlation between the 
groups. 
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Question 19.  Number of years that you have served as a community college 
president or board member? 
 
Table 4.51 Number of Years Served 
 r² 0.256 n 7   
 r 0.506 k 1   
 Std. Error 2.142 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=5) p-value 95% lower 95% upper 
Intercept -0.6943 2.1055 -0.330 .7549 -6.1066 4.7180 
X1 0.1276 0.0972 1.313 .2463 -0.1222 0.3774 
 
           The results of this analysis revealed a moderate correlation indicating that 51 
percent of the responses are the same.  Although 51 percent of the responses are the 
same it indicates that the presidents view of the position and the board of trustees’ 
expectations for the position show differences in determining the level of importance 
of this leadership trait. 
Question 20.  Age: 
 
Table 4.52 Age 
  r²  0.163  n  7      
  r  0.404  k  1      
  Std. Error  1.956  Dep. Var. Y     
Regression output       confidence interval 
variables  coefficients std. error    t (df=5) p-value 95% lower 95% upper
Intercept 0.2374  1.8003  0.132 .9002 -4.3905  4.8654 
X1 0.0810  0.0821  0.987 .3691 -0.1300  0.2920 
 
            The results of this analysis revealed a weak correlation indicating that 40 
percent of the responses are the same.  This question simply reveals that 40 percent of 
the respondents are in the same age division. 
- 81 - 
 
Question 21.  Number of years until you plan to retire. 
 
Table 4.53 Years Until Retirement   
 r² 0.002 n 5   
 r 0.044 k 1   
 Std. Error 4.867 Dep. Var. Y   
Regression output    confidence interval 
variables coefficients std. error t (df=3) p-value 95% lower 95% upper 
Intercept 2.0494 7.5434 0.272 .8035 -21.9571 26.0560 
X1 0.0197 0.2579 0.076 .9440 -0.8012 0.8406 
 
            The results of this analysis revealed fundamentally no correlation with only 5 
percent of the responses being the same. This question dealt with number of years 
until retirement of the presidents and board members and has no correlation between 
the groups.  
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CHAPTER V 
 
CONCLUSIONS AND RECOMMENDATIONS 
 
 
           This chapter presents a summary of the problem, a summary of the findings 
and the conclusions drawn from the study.  Recommendations are suggested with 
regard to research results. 
The development of effective and well prepared leaders is vital to the 
continued success of community colleges and their students.  The community college 
movement boomed in the 1960s and 1970s, and it is now faced with massive numbers 
of retirements across the nation.  
Mississippi Community and Junior colleges are placed-based, and local 
politics determine the type of president for the local institution.  The needs of 
leadership continue to change in the Mississippi Association of Community and 
Junior Colleges (MACJC) system based largely upon local politics, economics and 
culture. 
The lack of established criteria of leadership traits for a Mississippi rural 
community/junior college president to be successful in the 21st century defines the 
problem that was investigated in this study. 
The purpose of the research was to determine the critical leadership traits and 
characteristics for future Mississippi community college presidents and to develop a 
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profile for the attributes or skills necessary for a successful leader.  Furthermore, the 
purpose of this study was to create a profile of the critical leadership traits and 
characteristics required of Mississippi community college presidents compared to 
board of trustees’ priorities and the American Association of Community College 
Competencies of a Community College Leader.  
The purpose of the study intended to answer: 
1. What are the critical leadership traits and characteristics required of future 
executive leadership roles at the Mississippi rural community colleges? 
2. Is there a difference between the American Association of Community 
Colleges Competencies for Community College Leaders and the local board of 
trustees’ priorities for a future community college president? 
3. Is there a difference between the American Association of Community 
College’s Competencies for Community College Leaders and the traits and  
characteristics identified by the current Mississippi community college 
presidents? 
4. Is there a difference between the traits and characteristics identified by the 
Mississippi community college presidents and the local Board of Trustees’ 
rated list of priorities? 
 
Conclusions 
1. Findings support the AACC Competencies of an Effective Community 
College Leader.  AACC, the current Mississippi Rural Community College 
presidents, and the board of trustee members from each of the institutions 
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agree that the Competencies for an Effective Community College Leader is 
extremely or very critical in the success of a future leader. 
2. The current community college presidents are on the front line in their 
communities and state and have differing opinions with several of the board of 
trustee’s priorities. 
3. The results of this study indicate that some respondents feel that leaders are 
born while others believe training is essential. 
4. Mississippi Presidents and board members alike agree that the attribute of 
being bi-lingual has little importance in the success factor of future leadership. 
 
Recommendations 
As a result of the review of literature and the conclusions drawn from this 
study, the following recommendations emerge: 
1. Further exploration into leadership development must occur if leaders in 
Mississippi community colleges are to compete globally. 
2. Each leadership trait should be explored in depth to find what empowers those 
traits. 
3. Local boards of trustees should be exposed to community college issues on 
state and national levels to compete with the global workforce demands. 
4. Future studies should consider an expanded population.  This population was 
limited to current Mississippi community college presidents and current 
members of the boards of trustees from each Mississippi community college. 
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5. The exploration and development of a strong leadership development program 
for aspiring community college leaders to teach the day-to-day operation of a 
community college should be pursued. 
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March 28, 2006  
 
Mrs. Jan Reid-Bunch  
116 Annah Claire Cove  
Saltillo, MS 38866  
 
Dear Mrs. Bunch: 
On behalf of the Mississippi Association of Community and Junior Colleges  
President's Association and after a vote of the fifteen member institutions, I authorize 
permission for you to conduct research of the fifteen current presidents and the  





Dr. Vivian A. Presley 
President, Coahoma Community College  
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INSTITUTIONAL REVIEW BOARD APPROVAL  
 











May 18, 2006  
Julia Reid Bunch  
602 West Hill Street  
Fulton, MS 38843  
RE: IRB Study #06-072: Identify the Critical Leadership Traits and Characteristics of 
Rural Mississippi Community College Presidents for the 21st Century.  
Dear Mrs. Reid Bunch:  
The above referenced project was reviewed and approved via expedited review for a period 
of 5/16/2006 through 5/15/2007 in accordance with 45 CFR 46.110 #7. Please note the 
expiration date for approval of this project is 5/15/2007. If additional time is needed to 
complete the project, you will need to submit a Continuing Review Request form 30 days 
prior to the date of expiration. Any modifications made to this project must be submitted for 
approval prior to implementation. Forms for both Continuing Review and Modifications are 
located on our website at http://www.msstate.edu/dept/compliance.  
Any failure to adhere to the approved protocol could result in suspension or termination of 
your project. Please note that the IRB reserves the right, at anytime, to observe you and any 
associated researchers as they conduct the project and audit research records associated with 
this project.  
Please refer to your docket number (#06-072) when contacting our office regarding this 
project.  
We wish you the very best of luck in your research and look forward to working with you 
again. If you have questions or concerns, please contact me at jmiller@research.msstate.edu 




R. Dwight Hare 
Chairman  
cc: Ed Davis  
 
Office of Regulatory Compliance 
P. O. Box 6223 • 8A Morgan Street • Mailstop 9563 • Mississippi State, MS 39762 • (662) 325-3294 • FAX (662) 325-8776
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- 101 - 
Dear Survey Participant:  
The purpose of this research is to identify the critical leadership traits and characteristics 
of Rural Mississippi Community College presidents for the 21st century compared to the 
national responses of the Competencies of an Effective Community College Leader 
published by the American Association of Community Colleges.  
The study is limited to President's and members of the 15 institutions Boards of Trustees 
at Mississippi Community Colleges. Your response is both appreciated and vital to the 
successful outcome of this study. Each institution will be provided summary information 
upon the completion of this study. The survey should take approximately 10-15 minutes 
to complete.  
In the first part of the survey you will find the six core Competencies of an Effective 
Community College leader and their definitions. Each of the six core competencies is 
followed by a list of suggested illustrations of the competencies that a community college 
leader may perform; you may want to suggest others.  
Allow me to make some assurances about your participation in this research study. Your 
participation is this study is completely voluntary. Only aggregate data will be reported in 
the study; neither individual nor institution responses will be reported. You are under no 
obligation to complete this survey. Completion and submission of this survey will 
indicate your consent to participate in this study and to use the data for research purposes.  
Thank you in advance for participating in this study. I greatly appreciate your time. If 
you have any questions, comments or concerns about this study, please feel free to 
contact either myself or Dr. Ed Davis, my dissertation director. Our contact information 









 Doctoral Candidate  
 Mississippi State 
University  
   Email: 
irbunch@iccms.edu 
Phone: 662-862-8035  
Dr. Ed Davis, Dissertation Director  
Email: 
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